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Introduction
Understanding of the reasons of destructive 
relationships in work environment is a big 
step towards the solution of the problem. In 
recent years, there are a growing number of 
studies which analyse various aspects of such 
relations in the work environment. Mobbing and 
harassment take a signifi cant place. However, 
when analysing academic literature, there is 
a dual problem: in many studies mobbing and 
single cases of harassment are researched 
separately. On the one hand, harassment often 
receives attention when researching the attacks 
of sexual nature, and also by demographic, 
occupational criteria, the criterion of the impact 
on the victim, etc. (Muliawan & Kleiner, 2001; 
Huang & Cao, 2008; Salin, 2009; Ford, 2013; 
etc.), on the other hand, harassment is analysed 
in the context of a certain system of negative 
actions – mobbing, when psychological trauma 
is caused, the problems of managerial work, 
etc. arise (Einarsen, 1999; Mathisen et al., 
2012; Beirne & Hunter, 2013; etc.). It can be 
argued that single cases of harassment are 
a symptom indicating the existence of mobbing 
in the organization, but it would be diffi cult to 
fi nd an ideal organization, which managed to 
completely avoid the single cases of harassment. 
Therefore, the question of when and under 
what conditions the existing harassment 
threatens to grow into mobbing is relevant. The 
answers to this question can be presented by 
the complex analysis of the problem, and the 
complexity of the approach provides more 
benefi ts, e.g. developing prevention strategies 
or providing recommendations for executives 
of the organizations. According to Zapf 
(1999), one-sided explanations on the causes 
of mobbing are likely to be inappropriate 
and that many cases are characterized by 
multicausality. However, the studies often 
analyse mobbing in employees’ relations at one 
or more certain layers: demographic (Johnson-
Bailey, 2014; O’Donnell & MacIntosh, 2015), 
area of professional activity (Riley et al., 2011; 
Casimir et al., 2012), organizational (Hogh et 
al., 2011; Citoni et al., 2012), sector, e.g. public 
sector (Hogh et al., 2011), nature of damage 
(Hoel et al., 2002; Carnero et al., 2012), the 
strategy of overcoming (Cooper-Thomas et al., 
2013; Karatuna, 2015) and many more. Some 
examples of how the problem is analysed wider 
than in one or two aspects can be distinguished. 
Citoni et al. (2012) in their research provide 
new evidence regarding the impact of work 
organization (essentially defi ned in terms of 
payment methods, teamwork, workforce age 
structure and labour contracts) on performance 
(measured through employment, productivity 
and sickness absenteeism indicators). 
Although this and other studies note social, 
organizational and demographic criteria, there 
is a lack of studies, which analyse cases of 
both mobbing and harassment. Therefore, 
this research aimed to look at the problem of 
destructive relations between employees in the 
organization from the multi-complex point of 
view.
The purpose of this article is distinguishing 
between the employees who experienced 
mobbing and single cases of harassment, to 
analyse demographic, social and organizational 
characteristics of the phenomena, in order to 
form a multi-complex approach.
Only the results of the research of those 
who have experienced mobbing and single 
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cases of harassment are analysed. It allows 
to deeper research not only the characteristics 
of the victim, but also the specifi cs of the 
organization where the victim works, and 
the ways to help the victims, i.e. whether the 
organization takes appropriate measures 
after identifi cation of the problem or leaves 
the solution to develop spontaneously. This 
condition is especially important in organization 
of corporate governance, in order to avoid 
mobbing and single cases of harassment. The 
originality of the research is determined by the 
fact that not only mobbing is analysed, but also 
the situation of single cases of harassment in 
organizations, distinguishing between the two 
phenomena. The aim of the distinguishing and 
comparison is to determine to what extent and 
in what cases the existence of single cases of 
harassment warns that it can expand and turn 
into mobbing. Due to the representatives of 
different professional activities we can form the 
general view and highlight the most vulnerable 
areas of professional activity in respect of the 
phenomena analysed. The fact that the survey 
of the employees was carried out in the country, 
which is considered to be an economically 
developing country should also be noted. It can 
create additional conditions for the confl icts 
to arise and/or become deeper in employees’ 
relations. The research is original as it analyses 
the phenomena of mobbing and single cases 
of harassment showing a wide range of socio-
demographic characteristics, i.e., through 
such components of the victim as age, length 
of service, gender, marital status, education, 
the position in the company. The analysis is 
also performed through such organizational 
components as belonging to a certain sector 
(public, private), areas of professional activity, 
the size of the company in accordance with 
the number of employees, etc. This research 
further identifi es gaps in previous research; in 
addition, it puts forward an agenda for future 
research in this area.
1. Literature Review
Mobbing and Harassment
Mobbing in this research is defi ned as an 
organized long-lasting and intense attack on 
the victim in the workplace. According to Zapf 
(1999), mobbing is defi ned as a severe form 
of social stressors at work. This is the actions 
carried out systematically and for a long time 
by one or more collaborators and/or executives, 
when the victim is unable to defend himself/
herself or to change the situation (Leymann, 
1990; Zapf, 1999; Einarsen, 1999; Salin, 
2003; etc.). Single cases of harassment in 
this research are defi ned as organized or 
unorganized attack on the victim that does not 
fall into the range of time and duration ascribable 
to mobbing. Harassment is discussed as any 
co-worker’s action causing psychological and/
or physical damage. It is discriminatory sexual 
(Macdermott, 1995; Daigle & Mummert, 2014) 
and not only sexual physical and non-physical 
violence in various forms, brutal behaviour with 
colleagues (Brodsky, 1976; Chrobot-Mason et 
al., 2013; Holt et al., 2014; etc.). In addition, 
the authors draw attention to cultural factors, 
which determine the fact that both the victims 
and the aggressors in individual cultures 
perceive the actions of harassment differently 
when comparing individual cultural groups 
(Stedham & Yamamura, 2004; Adikaram, 2014; 
Jacobson et al., 2014; etc.). This means that 
the diagnostic instruments of mobbing and 
harassment should be reviewed in respect of 
each culture individually.
Age, Length of Service and Mobbing/
/Harassment
The research, which would have found the 
direct link with the length of service and 
mobbing is not abundant. Mauno et al. (2011), 
who researched the problems of opportunities 
to get a permanent job in the health sector, 
noted the fact that the length of service can 
become a positive factor. D’Cruz and Rayner 
(2013) in the research carried out in India, 
found the connection between the years of 
work experience and higher positions in the 
hierarchy of the company. In other words, 
length of service and employees’ experience 
has an infl uence on career, however, the results 
of the research, relating length of service with 
mobbing, are not unambiguous, though the 
connection is observable (Kaya et al., 2012). 
A direct connection between mobbing and 
length of service was established by Ertürk and 
Cemaloğlu (2014). The research was carried 
out in the educational system and the trend 
that employees with a length of service from 
13 to 24 years suffer from mobbing more than 
those whose length of service is up to 12 years 
was observed. Another research has received 
opposite results after surveying the employees 
of sports institutions: it turned out that the 
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employees who had the length of service of 
1-10 years were mobbed more than others 
(Hacicaferoglu et al., 2012). Nevertheless, 
a number of studies show that older employees 
suffer from mobbing more frequently (Niedl, 
1995; Einarsen, 2005), and demography and 
relations between the generations infl uence the 
occurring confl icts (Zemke et al., 2000).
Gender and Mobbing/Harassment
In the analysis of the causes of mobbing carried 
out by Zapf (1999) gender is not a signifi cant 
factor. Unlike the context of sexual harassment, 
where sexuality is one of the major risk factors 
for destructive behaviour of colleagues (Sedivy-
Benton et al., 2014; Johnson-Bailey, 2014), 
based on the cultural approach to masculinity 
and femininity (Koeszegi et al., 2014). On 
the other hand, the men who experienced 
harassment avoid complaining about the 
problems (O’Donnell & Macintosh, 2015). Salin 
and Hoel (2013) found, that there are gender 
differences not only in reported prevalence 
rates and forms of bullying, but that gender also 
matters for the way targets and third parties 
make sense of and respond to bullying. It is 
shown that gendered conceptions of power, 
gender role socialisation theory and social 
identity theory are all relevant for explaining 
reported gender differences.
Personal life, gender and level of education 
may be targets, to which the attack is directed, 
but the results of studies are quite ambiguous. 
The results of the research carried out by 
Einarsen and Skogstad (1996) in various 
organizations show that even if men and 
women do not differ in prevalence of bullying, 
signifi cantly more men were reported as bullies. 
Picakciefe et al. (2015) carried out the research 
only in health care organizations and state 
that there has not been a signifi cant difference 
among those with a different gender, age group, 
educational level, and the presence of income 
other than salary and occupation, when the 
encountered with “mobbing” in the workplace 
was evaluated. According to the authors, the 
frequency of encountering with “mobbing” was 
found signifi cantly meaningful in married health 
workers. Previously Moreno-Jiménez et al. 
(2008) stated, that women and the employees 
who have lower education face a greater risk 
of suffering the aggression, but with respect 
to marital status, hierarchical status, work 
schedule and age the analyses did not show 
any signifi cant differences. However, Yildirim et 
al. (2007) research shows that a lower status in 
organizational hierarchy causes a higher risk to 
experience mobbing.
Many studies are limited to individual 
groups of organizations in the private or public 
sectors. However, the studies show that there is 
a higher the risk of experiencing mobbing in the 
public sector (Hutchinson & Jackson, 2015). 
Based on Hutchinson (2012), while many of 
the workplace bullying risk factors such as 
organizational change, job insecurity and work 
intensifi cation exist within the private sector, 
the majority of international research highlights 
bullying in the public sector (Hutchinson, 2012). 
In addition, organizations with many employees, 
male-dominated organizations, and industrial 
organizations had the highest prevalence of 
victimization (Einarsen & Skogstad, 1996), 
bullying also seems more prevalent in SMEs 
without a people-oriented culture and in family 
businesses (Baillien et al. 2011).
2. Results
Organization of the research. The research 
sample includes 21 fi elds of professional activity. 
The fi elds of professional activity are grouped 
according to the Classifi cation of Economic 
Activities. In the survey 1,231 respondents who 
experienced attacks in employees’ relations 
took part. 867 respondents have indicated 
that they had experienced mobbing (out of 
1,231 respondents). Other 364 participants of 
the survey have experienced single cases of 
harassment.
Results of the research. In this part the 
results of the research, which refl ect mobbing 
and single cases of harassment situations 
separately are presented and compared. 
Mobbing and harassment can be distinguished 
methodologically, as those who experience 
mobbing always experience harassment, but 
those who experience harassment not always 
experience mobbing (Žukauskas & Vveinhardt, 
2013), however, a part of intense pressure in 
respect of time can be shorter than six months. 
It is signifi cant to take into account that the 
environment full of harassment may lead to the 
occurrence of mobbing; therefore, the group 
of risk was distinguished when elaborating 
the results of the research. The research has 
shown that about one-fi fth of the victims have 
suffered one of the criteria distinguished by 
Leymann (1993) that is, they were terrorized at 
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least once a week, but the attack has not yet 
reached a six-month term.
Thus, two-thirds of the respondents suffered 
attacks not less frequent than once a week. 
A signifi cantly larger number of victims were 
harmed for half a year and for a longer period. 
It shows a notably wide circle of victims, which 
are aggressively attacked, although this attack 
does not necessarily correspond to the classic 
defi nition of mobbing. Therefore, the actual 
occurrence of mobbing could be statistically 
higher. It is shown by the explanations of some 
victims who had experienced long-term attacks 
of co-workers, but of unequal frequency.
Some victims commented that they got into 
helpless situations periodically, depending on 
the circumstances related to the organization 
of work, for example, such as shift work, 
leading to a meeting with the harasser. That 
is, the harasser has not always been in the 
direct working environment, but the victim felt 
the threat and tension. The named individual 
situations can be considered to be variables, 
which do not allow classifying part of the 
victims as the ones who experience mobbing 
in accordance with the classical defi nition of 
mobbing.
According to Fitzpatrick (2011), research 
on workplace mobbing by vocational scholars 
could lead to a better understanding of individual 
career development and improved worker 
interventions. The occurrence of mobbing 
depending on the length of employment and 
age is presented in Fig. 1 and Fig. 2.
Fig. 1: Percentage distribution of respondents’ answers according to the length of employment
Source: own
Fig. 2: Percentage distribution of respondents’ answers according to the age
Source: own
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Thus, the biggest risk is at the beginning 
of a career, and when professional maturity 
is reached. The tendencies in mobbing and 
harassment within groups remain similar, 
although at the beginning of a career (from 1 
to 3 years) and up to 20 years of age mobbing 
is signifi cantly more likely to be suffered. The 
tendencies of the age of the victims shown 
basically refl ect the results of the research 
conducted by Niedl (1995) that employees older 
than 61 had been chosen as victims more often. 
Comparing the attacks by gender and marital 
status, the differences between harassment and 
mobbing are insignifi cant (Fig. 3 and Fig. 4).
Family in processes of attacks is 
highlighted as one of vulnerability zones, 
by social consequences of mobbing, and 
together it is one of the possibilities of help to 
the victims. Statistically signifi cant differences 
between those who experienced mobbing and 
harassment according to the marital status 
have been found. It is shown by the research 
carried out. Waniorek and Warionek (1994) 
found that families of many of the victims break 
up, and Meschkutat et al. (2002) stressed the 
signifi cance of the help of members of the 
family in dealing with confl icts of mobbing and 
minimizing their consequences. Therefore, the 
marital status is distinguished as one of the 
criteria in this research. In the case of this study, 
we can see that most of the victims of mobbing 
and harassment are persons who have families. 
In this research there were no questions 
whether the cause of divorce was mobbing, 
Fig. 3: Percentage distribution of respondents’ answers according to their gender
Source: own
Fig. 4: Percentage distribution of respondents’ answers according to their marital status
Source: own
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however it is signifi cant that more than half of 
the respondents do not have a family, that is, 
they may lack support during the confl ict of 
mobbing (Fig. 4). The comparison of the cases 
of harassment by the sector in which the victims 
work showed that almost two-thirds worked in 
the public sector. More than half of them have 
suffered mobbing. Although there was less 
mobbing and harassment in the private sector, 
but these phenomena swap the places. That is, 
there was more mobbing than bullying (Fig. 5).
Lithuanian public sector, compared with 
other EU countries, is still relatively young, but 
descriptions of positions and division of functions 
are not precise and clear, that provides additional 
possibilities to harass the victim in the workplace. 
According to Zapf (1999), the more uncertainty 
in the organizations is, the more possibilities 
for victimization are. In addition, the fact that 
such professional areas as education, health 
care, etc. where mobbing and harassment are 
more expressed, belong to the public sector 
was signifi cant for more marked occurrence of 
mobbing and harassment. These data can be 
compared to the previous research (Žukauskas & 
Vveinhardt, 2009): in state sector – 34.5, in private 
sector – 65.5. It was the fi rst large scale research 
in Lithuania; until that very little was written of 
mobbing in both scientifi c and popular press of 
Lithuania. During that time, the level of public 
awareness of mobbing has changed dramatically, 
that allowed a more sensitive evaluation of the 
behaviour of colleagues. Another important factor 
is that the fi rst survey was carried out before the 
economic crisis, during which organizations of 
the public sector experienced extremely strong 
restrictions. Educational organizations are 
experiencing a particularly strong uncertainty 
because of a declining number of pupils, closure 
of educational institutions and redundancy, which 
could have an impact on the fact that mobbing in 
the public sector is identifi ed more frequently.
Fig. 5: Percentage distribution of respondents’ answers according to the sector
Source: own
Fig. 6: Percentage distribution of respondents’ answers according to the size of the organization
Source: own
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About one third of the victims of mobbing 
worked in the medium-sized organizations 
and in large organizations. In small-sized and 
large organizations the occurrence of mobbing 
is several times lower. In extremely large 
organizations the percentage of harassment is 
equivalent to the percentage of the mobbing. On 
the basis of the results of the research carried 
out by Baillien et al. (2011), mobbing also 
seems more prevalent in small- and medium-
sized enterprises without a people-oriented 
culture and in family businesses. However, it 
is relevant to evaluate cultural differences of 
populations of the different countries, but the 
lack of research in this area remains (Fig. 6).
In accordance with a position in the 
organization, two groups of employees who 
are most oppressed have formed. Mobbing 
was experienced by (per cent): the lowest level 
managers – 37.3, subordinates – 46.4. The 
lowest-level managers are often harassed and 
bullied by colleagues who have equal positions, 
only in very rare cases by subordinates; 
horizontal mobbing dominates in this group. 
Similar trends, with small percentage 
differences, are visible in cases of harassment 
as well.
All levels of management employees 
experience attacks in organizations, with 
some exceptions. The hired top managers 
are traditionally attacked by members of the 
boards of the companies. However, if a curve 
is drawn, ordinary employees, who are affected 
by both horizontal and vertical mobbing which 
expresses the misuse of available institutional 
power, fi nd themselves on the peak in both 
cases of harassment and mobbing (Fig. 7).
In addition, the research has revealed 
that usually aggressors act jointly, with the 
awareness and support of managers, therefore, 
the victim experiences particular pressure 
(Fig. 7). The analysis has found 14.0% 
employees have suffered harassment from 
a co-worker, 22.1% from several co-workers. 
More than half (63.9%) of the attackers are 
managers (31.7%), managers and co-workers 
(32.2%), so 31.7% and 32.2% respectively.
Even a third of the respondents say that 
the aggressor is one manager, therefore, the 
victims fi nd themselves in a diffi cult situation.
Distribution of the victims who experienced 
harassment and mobbing according to the 
areas of professional activity is presented in 
Fig. 8, where education and administrative and 
service activities are distinguished most.
The lowest occurrence of mobbing and 
harassment is in professions that are more 
related to physical work (agriculture, mining and 
quarries exploitation, manufacturing, electricity, 
gas, steam supply and air conditioning). Leymann 
(1993), who distinguished agriculture, production, 
trade as areas of activity where mobbing is more 
rare, also found such a trend in early studies.
Fig. 7: Percentage distribution of respondents’ answers according to positions
Source: own
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Fig. 8: Distribution of victims according to areas of professional activity
Source: own
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Thus, such areas of activity as education, 
health care and social work, information 
and communication, fi nancial and insurance 
activities (from 7.6 to 18.6 per cent of 
those who have experienced mobbing) are 
distinguished. In other words, in organizations 
providing different services where employees 
have to communicate with clients more often. 
Moreover, these professions are distinguished 
by the fact that high education, competency 
requirements are set. Educational organizations 
are also markedly distinguished in previous 
studies carried out in Lithuania (Žukauskas & 
Vveinhardt, 2013) both in respect of harassment 
that doesn’t fall under the scheme of mobbing 
(according to the classical defi nition) and in 
respect of occurrence of mobbing. In addition, 
attention should be drawn to healthcare and 
social work (nursing care) (10.5%). A relevant 
problem of mobbing in this area is also noted in 
studies carried out in other countries (MacIntosh 
et al., 2010; Waschgler et al., 2013). 
Fig. 9: Victims of mobbing and harassment according to education
Source: own
In addition, the occurrence of mobbing 
and harassment in education shows that 
representatives of this occupational area work 
in extremely diffi cult conditions, in the situation 
of a high level of confl ict behaviour (Fig. 9).
In terms of education signifi cant differences 
have been found among all four groups of 
employees both in the aspects of mobbing 
and harassment. The trend that the higher the 
respondents’ level of education is, the more 
people who have experienced mobbing and 
harassment are, is highlighted. Inside the 
education groups no signifi cant differences 
between harassment and mobbing have been 
found, but in the group of higher education, 
unlike the other three groups, harassment is 
more frequent than mobbing. Leymann (1993) 
has emphasised the fact that the frequency 
of mobbing is different depending on the 
occupational group. The studies carried out later 
have also found that mobbing is more frequent 
among those occupational groups which require 
higher education from employees (Leymann & 
Gustafsson, 1996; Notelaers et al., 2013; etc.).
After the analysis of the socio-demographic 
portrait of the victim, the results of the research 
related to victim’s reaction to harassment and 
the measures of help that have been provided 
to the victims are presented below.
The employees who have suffered from 
harassment and mobbing react to harassment 
differently. Fig. 10 shows the actions taken by 
the employees involved in the trap of destructive 
relationships.
The highest percentage of respondents 
who have experienced harassment share their 
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feelings and bad experience at work only with 
friends and family members (19.8%) that shows 
that only a close circle of people are the most 
reliable helpers, i.e., those who the victims of 
mobbing dare to tell about the problems at work. 
It is usual that the victims of mobbing consider 
themselves guilty in what is going on, therefore, 
they avoid talking about this with anyone at all.
Victims of mobbing frequently isolate 
themselves from any form of communication 
with colleagues, even those who do not 
contribute their actions to humiliating their 
co-workers. However, in case of this study it 
was found that a relatively high percentage of 
victims have a close colleague, who they trust 
to share their experiences (12.7%). 
This research was not aimed to determine 
at which stage of mobbing the victim leaves 
the workplace, however, on the basis of the 
results of the survey (12.5% employees resign 
voluntarily), while planning further guidelines 
for research of mobbing in employee relations, 
it is clear that this question should be included 
in the questionnaire.
Those persons who took the opportunity to 
record explanation of their actions when fi lling 
in the questionnaire fall under the category of 
“other”. Thus, the respondents, who selected 
the category “other”, specifi ed the following 
responses and/or actions: “I thought that the 
attacks against me are just temporary and they 
will soon stop, so I haven’t told anything to 
anyone”, “I haven’t addressed anyone, because 
I didn’t think that anyone could help me, the 
more so as I don’t have any tangible evidence, 
only my personal experience”, “I wrote a letter 
to the State Labour Inspectorate”, etc.
The manager as a person who could 
provide the promptest and most effective help 
to the employee who suffers from harassment 
and mobbing should be the fi rst person the 
employee contacts. However, the results of 
the research show that only one tenth of the 
victims of mobbing (10.4%) turned for help to 
the managers. It may have been infl uenced 
by the fact that the managers themselves 
can often be “shadow” initiators of mobbing 
or on the initiative of the aggressors have 
been involved in the process of mobbing and 
poison others’ mind against the victim, who is 
defi ned as: a person who doesn’t perform the 
duties properly, who reacts to work situations 
Fig. 10: Reaction of people who have suffered from harassment and mobbing and the actions of looking for help
Source: own
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inadequately and is negatively characterized in 
other ways. Finally, a part of the victims believe 
that the entire environment, as well as the 
manager, is set against them.
The victims of mobbing who opted to 
answer “I didn’t do anything” (9.4%) could 
be attributed to the staff, who just accept the 
current situation and quietly suffer abuse, don’t 
know where to look for help, or they do not 
expect it. The victim’s self-isolation is one of the 
consequences of mobbing.
One of the actions of victims of mobbing, 
a request to stop harassment, sounds like 
an appeal to the mind and the feelings of the 
harasser or mobber. The results of this research 
indicate that this action is not very common 
(7.7%), the more so as it does not stop the 
aggressor’s actions. 
A very small percentage of the respondents 
(5.1%) asked the management to be moved to 
another place, further away from harassers, but 
it is not physically possible to do this in every 
workplace, for example, in small companies.
When looking for help, the persons 
who have suffered from harassment turn to 
a psychologist or psychotherapist quite rarely 
(3.2% and 1.4% respectively).
Addressing trade unions could receive 
a low percentage at least as a result of the fact 
that not in all areas of professional activity or 
separate organizations there are trade unions, 
on the other hand, if they exist, victims of 
mobbing frequently state that “it is useless to 
hope to get help from the trade unions because 
of their unwillingness to interfere in employees’ 
relations”, “trade unions are not completely 
independent from the head of the organization”, 
“the chairperson of the trade union is close to 
the head of the organization”, etc.).
And only as a last resort, when the victims 
of mobbing decide to fi ght using legal means, 
then they turn on the legal advice of the lawyer 
(attorney) (3.3%).
Fig. 11: Persons who have provided support and help to employees who suffered from harassment and mobbing
Source: own
Having found who the employees who have 
suffered from harassment and mobbing address, 
it has been tried to fi nd out who of them helped 
the victim to deal with the situation at work. The 
category “other” indicates that people have 
unexpectedly received help from those who they 
did not ask: “the competing organization which 
found out from the surrounding what was going 
on, invited to work in their organization”, “members 
of the religious community”, “family doctor”, etc.
The results of the research elaborated below 
show the consequences for the aggressor for 
his/her intolerable behaviour in the organization 
(Fig. 12).
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Not a single respondent has chosen 
the categories of responses “Institutions of 
law enforcement have been informed” and 
“Administrative action or criminal prosecution 
was applied against a harasser (harassers)”. 
It is not a usual practice in organizations to 
apply disciplinary and other forms of sanctions 
(44.5 %) to persons using harassment and 
mobbing or it is attempted to deal with the 
problem inside, without reporting to external 
authorities on offense against the person or 
persons. The most commonly used measure 
is a verbal warning to the harasser, which 
according to the laws of the Republic of 
Lithuania is not even attributed to disciplinary 
measures; therefore, it does not have any 
consequences that the measures of disciplinary 
action in written form have. 18.2 percent of 
the victims did not receive any information 
about the measures taken, that is, there is no 
suffi cient feedback, and the victims remain in 
a state of uncertainty and continue to suffer fear 
and other negative feelings.
Such cases, when the harasser has made 
restitution of damage to the victim or has received 
a verbal warning are extremely rare (0.8% and 
1.7% respectively). Such consequences to the 
aggressor as “after talking to the manager it 
has become even worse”, “I have been moved 
to another department”, “I was offered to write 
a letter of resignation”, etc. have been named 
in the category “other” on this question. That is, 
the victim who was seeking help was suffering; 
instead of preventing harassment, support to 
the harasser was expressed, thus encouraging 
further negative behaviour in the future.
After fi nding out what the consequences for 
the aggressor were, the aim was to determine 
whether the organization / the manager 
have taken any preventive measures so that 
harassment and mobbing would not occur 
again. The questionnaire included statements 
that capture actions of the organization that 
demonstrate publicity, intolerance of harassment 
and mobbing, as well as measures to increase 
social competence of employees, enabling 
them to respond properly to the aggressor’s 
attacks. Almost two thirds of respondents said 
that on the level of the organization there was 
no discernible reaction – no public action aimed 
at prevention of the negative behaviour in the 
future has been taken. None of the respondents 
indicated that a professional consultant was 
invited, and only in 0.5 percent of all responses 
indicate that the training was held. This means 
that organizations do not perceive and evaluate 
the damage of this specifi c negative behaviour 
and risks posed to employees by an aggressor 
adequately. If some of the measures are used 
(the situation made public, discussed with 
Fig. 12: Consequences for the aggressor for intolerable behaviour in the organization
Source: own
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Fig. 13: Actions of organization manager/managers after making single cases of harassment public
Source: own
Fig. 14: Prevention/intervention measures applied in organizations
Source: own
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co-workers), they are used at the minimum, 
therefore, they cannot be considered as 
adequate and effective (Fig. 13).
The lack of attention of the organization / the 
management is proved by Fig. 14 that refl ects 
the organizational policy on harassment and 
mobbing.
The fact that only 7.1% of the respondents 
indicated that in case of an attack one can 
always expect the colleagues’ support, while 
a signifi cantly greater part of employees 
are indifferent or support the aggressor can 
be considered to be a consequence of this 
indifferent policy. The fact that 27.2% of 
employees are certain that in the event of 
mobbing and harassment it is pointless to 
address the manager is signifi cant. These 
provisions virtually give a signal on the wrong 
policies of the organizations, which in principle 
do not provide an opportunity to discuss 
mobbing and harassment in the collective 
agreements and the codes of ethics. All of this 
creates a threatening environment and poses 
a great risk that the employees may become 
victims of harassment and mobbing and may 
not receive prompt and effective aid.
Conclusions
This research provides new additional 
sociodemographic data on the occurrence 
of mobbing in the public and private sector 
organizations. The extent of the risk to suffer 
harassment and mobbing is associated with 
such criteria as the employee’s age, period 
of the career, position in the hierarchy of 
the organization, education, the size of the 
company and the sector of activity. Two 
largest risk zones of mobbing and harassment 
related to the age and length of service are 
highlighted: the fi rst and largest one is a start 
of professional career; the second is the pre-
retirement age. Professional activities of 
education, administration and services, where 
the expression of negative behaviour was the 
largest, was distinguished in the inner structure 
of those who experienced harassment and 
mobbing. In addition, the obtained result, 
opposite to some studies, indicates that 
employees of public sector organizations 
are less protected from the aggression of 
colleagues than in the private sector. However, 
harassment in the companies of the private 
sector can take a more aggressive and intense 
form of mobbing.
The organizational weakness of both 
private and public sectors in the protection of 
employees against the co-workers’ aggression 
and in eliminating it has been revealed. The 
more so as the sociodemographic picture of 
the victims indicates that a signifi cant part 
of employees has limited opportunity to get 
support in the near environment.
The results of the research show the 
infl uence of sociodemographic criteria both 
on harassment and mobbing, thus, both the 
research of unethical actions, aggression in the 
workplace and the organization of prevention 
should not be limited to one narrower aspect. 
In addition, it provides the reason to revise the 
instruments of mobbing research in the future, 
as the strict application of the formula “at least 
once a week and for at least six months” does 
not include all the cases with the obvious 
features of mobbing, and can provide a not 
quite accurate picture. This means that the 
extent of the prevalence of mobbing may be 
greater than is recorded.
This research does not show the 
prevalence of harassment and mobbing in the 
aspect of all the population and reveals only 
the inner structure of those who experienced 
negative colleagues’ actions in the context of 
one of the organizations of the country. For 
broader generalizations the research should be 
repeated in the future in different countries and 
the data should be compared.
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Abstract
DEMOGRAPHIC, SOCIAL AND ORGANIZATIONAL CHARACTERISTICS 
ON THE LEVELS OF MOBBING AND SINGLE CASES OF HARASSMENT: 
THE MULTICOMPLEX APPROACH
Jolita Vveinhardt, Dalia Štreimikienė
The article deals with demographic, social and organizational characteristics of mobbing and single 
cases of harassment. Many papers analyze these characteristics separately. However, according 
to the authors of this article, it is necessary to evaluate a wide context of workplace mobbing and 
single cases of harassment to determine the factors affecting the occurrence of the phenomenon. 
The multi-complex approach to the infl uencing conditions is necessary for corporate managers, 
making preventive and intervention decisions.
The research was carried out using the validated questionnaire “The occurrence of mobbing 
and single cases of harassment in relations between employees” in the private and public sector 
organizations of Lithuania. 1,231 respondents, who experienced violence in mutual relations, were 
surveyed. 867 employees distinguished from the respondents experienced mobbing, and 364 
employees experienced single cases of harassment.
The results of this research explain the spread of mobbing and single cases of harassment 
in organizations of different sizes and types, its dynamism. They also allow showing that the 
unmanaged process has a tendency to intensify over time. Two largest risk zones of mobbing 
and single cases of harassment related to the age and length of service have been highlighted: 
the fi rst and largest one is a start of professional career; the second is the pre-retirement age. 
Marital status doesn’t have any statistically signifi cant infl uence on becoming a victim of mobbing 
and single cases of harassment, although a slightly higher number of victims, who are divorced or 
haven’t created a family, were found. The relationship between the size of the organization and the 
occurrence of mobbing and single cases of harassment was found. The position of the victim of 
harassment and mobbing in the organization is conditioned by systemic causes related to internal 
conditions determined by the organizational policy.
The article presents only a part of the research results. This part of the research allows the 
formation of socio-demographic view of the victim of mobbing and single cases of harassment in the 
organization, distinguishing the infl uencing factors under individual characteristics. The research 
was conducted only in one country, so the data should be tested by the cases of other countries.
Key Words: Mobbing, single cases of harassment, socio-demographic criteria, organizational 
criteria, destructive relations between employees.
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